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Abstract: Talent management is a dynamic and comprehensive process for developing
the highest potential employees in an organization through direct and integrated
development. To increase revenue and capabilities according to the company's portfolio in
the telecommunications sector, especially in digital services, the company initiated a talent
management program in the form of an internal corporate start-up program. The internal
corporate start-up program is an initiative program that aims to capture and accelerate
digital business innovation from employees. However, the evaluation process is still
focused on the produced products' business aspects, not on the human resources aspect.
Therefore, it is necessary to evaluate the relationship between talent management programs
and the improvement of company human resources (especially aspects of corporate culture
and employee performance). Corporate culture is an important factor because the internal
corporate start-up program is one way to encourage a culture of innovation in the corporate
environment. The samples used were saturated samples, in which the population was all
employees who were members of the internal corporate start-up program, 55 employees
located in Jakarta. The data processing and analysis method used was structural equation
modeling-partial least square (SEM-PLS). SEM-PLS analysis results showed that corporate
culture directly affected employee performance and acted as a mediating variable between
talent management and employee performance.

Keywords: corporate culture, employee performance, human resources, SEM PLS, talent
management

Abstrak: Manajemen talenta adalah proses yang dinamis dan komprehensif untuk
mengembangkan karyawan berpotensi tertinggi dalam suatu organisasi melalui
pengembangan langsung dan terintegrasi. Dalam rangka meningkatkan pendapatan dan
kapabilitas sesuai portofolio perusahaan di sektor telekomunikasi terutama di bidang
layanan digital, perusahaan melakukan inisiasi program manajemen talenta dengan bentuk
program internal corporate start-up. Program internal corporate star-upt merupakan
program inisiatif di lingkungan perusahaan yang bertujuan menjaring dan mengakselerasi
inovasi bisnis digital dari para karyawan. Namun hingga saat ini proses evaluasi yang
dilakukan masih berfokus pada aspek bisnis dari produk yang dihasilkan, belum pada aspek
sumber daya manusia. Oleh karena itu perlu dilakukan evaluasi mengenai keterkaitan antara
program manajemen talenta terhadap peningkatan SDM perusahaan (terutama aspek
budaya perusahaan dan kinerja karyawan). Budaya perusahaan merupakan faktor yang
penting karena program internal corporate start-up menjadi salah satu cara mendorong
budaya inovasi di lingkungan perusahaan. Pengumpulan sampel menggunakan sampel
Jjenuh, di mana populasi dalam penelitian ini adalah semua karyawan yang tergabung dalam
program internal corporate start-up dengan jumlah 55 karyawan serta berlokasi di Jakarta.
Metode pengolahan dan analisis data dalam penelitian ini menggunakan analisis structural
equation modeling - partial least square (SEM PLS). Hasil analisis SEM PLS menunjukkan
bahwa budaya perusahaan, berpengaruh langsung terhadap kinerja karyawan maupun
berperan sebagai variabel mediasi antara manajemen talenta dengan kinerja karyawan.

Kata kunci: budaya perusahaan, kinerja karyawan, sumber daya manusia, SEM PLS,
manajemen talenta
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INTRODUCTION

Employees are the heart and backbone of an organization.
Thus, it is vital to hold the key to increasing employee
potential because it keeps the organization on the right
track. Talented employees are resources that drive
organizations to achieve excellence and competitive and
sustainable growth through optimal utilization of them
(Meyers, 2016; Meyers and van Woerkom, 2014). As a
result, talent management has received great attention in
many organizations, by adopting different philosophies
and strategies for managing talented employees.

Talent management practiced in organizations consists of
several processes including attracting, developing, and
retaining the talents of employees (Luna-Arocas, 2018).
At the heart of talent management is the simple idea of
identifying high potential employees, training them well
and placing them in influential positions where they can
best impact on organizational and employee performance
(Collings et al. 2017).

There are many advantages to talent management,
but there are still problems faced, including talent
identification. Talent identification consist of assessments
of individuals; employee’s past, present and future
value. Even though the assessment is safe, at the very
least, this approach can be criticized for treating people
only as a disposable resource (Painter-Morland et al.
2019). In modeling the relationship between talent
management and other parameters, talent is seen as
an individual property that can be measured based on
the level of education, type of work and underlying
skills (Florida and Mellander, 2018). Thunnissen and
Gallardo-Gallardo (2017) believe that effective talent
management has proven to be important to achieve the
goals of the organization and demonstrate its competitive
advantage, so that sustainable success is achieved by the
organization.

Measurement of employee performance variables
refers to Pradhan and Jena (2017) which consists of
three dimensions, including task performance, adaptive
performance and contextual performance. One that plays
arole in influencing employee performance is employee
welfare (Van De Voorde and Beijer, 2015). The practices
of HR can benefit employee performance and on the
other hand also have an effect on employee welfare.
This finding indicates the possibility of a complex
compromise pattern between HRM, employee welfare
dimensions, and employee performance. Thus there are
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indications of trade-offs for these variables (Boxall et
al. 2016). Organizations need to find the right balance
between the use of rules and procedures to make employee
performance predictable while giving employees the
freedom to innovate spontaneously to adapt to challenges
and changing situations (Fu et al. 2015; Mufioz-Pascual
and Galende, 2017).

Organizational (corporate) culture in general can
contribute in showing general values (Naranjo-Valencia
et al. 2016), competitive advantage (Calciolari et al.
2018) accentuates employee behavior (Nazarian et al.
2017; Zhang and Li, 2016) and support for innovation
(Kim and Chang, 2019). Kim and Chang (2019) found
that adhocracy, clan and market culture types have a
positive relationship with performance. Salimi and
Aveh (2016) find that culture predicts performance in
different cases, while Krasnicka et al. (2018) found a
positive relationship between organizational culture
and employee performance in other companies as well.
The type of organizational culture model consists of
clan culture, adhocracy culture, hierarchical culture and
market culture which can be used as a reference in the
new model of cultural interaction (Rohim and Budhiasa,
2019)

In order to increase revenue and capabilities according to
the company’s portfolio in the telecommunications sector,
especially in the field of digital services, the company
initiated a talent management program in the form of
an internal corporate start-up program. The internal
corporate star-up program is an initiative program within
the company that aims to capture and accelerate digital
business innovation from employees. For companies
and organizations, talent strategies also need to emerge
to bridge the gap between the measurement of business
aspects and HR aspects by means of a balanced
integration between the two aspects (King and Vaiman,
2019; Meyers, 2016; Meyers and van Woerkom, 2014;
O’Connor and Crowley-Henry, 2019).

According to Carroll et al. (2020), being responsible
from stakeholders in terms of accountability, obligations,
and organizational tasks in managing talent management,
especially in this case, evaluating aspects of HR. Therefore
it is necessary to evaluate the relationship between the
talent management program and the improvement of the
human resources. This study evaluates the influence of
talent management program on corporate culture and the
improvement of the employee performance.

13



The purpose of this study is analyzing the condition
of variables (talent management, corporate culture and
employeeperformance),analyzingtheinfluencebetween
variables such as talent management, corporate culture,
employee performance and analyzing the influence of
corporate culture as a mediating variable between talent
management and employee performance.

This study is limited to the scope of discussion
regarding the influence between variables, including
talent management, corporate culture and employee
performance using SEM PLS analysis which is based
on the personal perceptions of employees who are
members of the internal corporate star-up program. The
sample collection uses a saturated sample, in which
the population in this study are all employees who are
members of the internal corporate start-up program
with a total of 55 employees located in Jakarta.

METHOD

The sample is part of the population whose
characteristics are to be tested. The population in this
study were all employees who are members of the
internal corporate start-up program with active status
and located in Jakarta, that totaling 55 employees. In
this study, the sample size is 55 employees, so sample
collection uses saturated sampling - nonprobability
sampling. Saturated sampling is a sampling technique
if all members of the population are used as samples.
Data collection methods used in this study are interview
and questionnaire methods. Interviews are conducted
when researchers want to conduct studies to find
problems that must be examined, and if researchers
want to know things from respondents in depth where
the number of respondents is small. Questionnaires
are conducted by giving a set of questions or written
statements to the respondent to be answered.

This study uses data analysis methods with SEM
PLS. SEM PLS is a very strong indeterminacy factor
of analytical methods because for all data scales to
be able to apply this method, the sample size does
not have to be large and also does not require many
assumptions (Ghozali, 2008). Measurement models are
used for validity and reliability tests, while indicator
models are used for causality tests (hypothesis testing
with predictive models) . The analytical method used
is partial least square (Solimun et al. 2017). PLS is a
general method used to estimate path models using latent
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variables and several indicators. The model in this study
was built using one exogenous latent variable: talent
management, and two endogenous latent variables:
corporate culture and employee performance; and
PLS is able to handle reflective and formative research
models. This research model variable is reflective.

In a study conducted by Kim and Chang (2019) found
that talent management has a significant positive
effect on corporate culture. Especially for corporate
culture variables related to innovation. Besides, finding
from (Collings et al. 2017; Thunnissen and Gallardo-
Gallardo, 2017) also found that there is a strong
positive between talent management and employee
performance. Talent management can have the best
impact on organizational and employee performance.
Study from (Salimi and Aveh, 2016; Krasnicka et al.
2018) on the other hand, have investigates the impact
of corporate culture on employee performance. They
found a positive relationship between organizational
culture and employee (company) performance. Study
from (Naranjo-Valencia et al. 2016; Nazarian et al.
2017; Zhang and Li, 2016) stated that corporate culture
indirectly encourages talent management in improving
employee performance in acompany. From the literature
above, the following hypothesis is proposed:
Hypothesis 1. Talent management is positively and
significantly related to corporate culture.

Hypothesis 2. Talent management is positively and
significantly related to employee performance.
Hypothesis 3. Corporate culture is positively and
significantly related to employee performance.
Hypothesis 4. Corporate culture as a variable mediating
talent management on employee performance.

This study uses data analysis methods with SEM PLS.
SEM PLS analysis which is based on the personal
perceptions of employees who are members of this
program with the variables of talent management,
corporate culture and employee performance. The
outcome of this study is recommended managerial
implication. Research framework in Figure 1.

RESULTS
Characteristics of Respondents
The respondents in this study were all employees in

the program with active status and working locations
in Jakarta. Respondents involved in this study were 55
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people, then all respondents were selected based on
gender, status, band position, age, length of work and
educational background.

Characteristics of respondents, the results seen from
the characteristics of the sex in this study that the male
sex was significantly greater than the respondents
were female, meaning that the results showed that men
dominated the number of employees in this program.
This can be due to the aspect of work that requires
greater allocation of time and energy when compared
to routine work such as office administration. While on
the status characteristics, the majority are married with
a percentage reaching 72.7 percent.

Based on the characteristics of the position band,
where the percentage is more evenly distributed from
the position VI band to the position III band. Because
this program was opened from the lowest level band
level, namely position VI band to the middle position
or managerial level band, band III.

While for the age characteristics, the majority of young
age (under 30 years) is more dominant than old age
and old age in the employees of this program with a
percentage of young age of 70.9 percent, in this case

Talent Management (X)
(Deborah & Kathy, 2009; Pella & Inayati
2011; Collings et al., 2017; Luna-Arocas,
2018)

1. Attracting
2. Selecting
3. Engaging
4. Developing
5. Retaining

1. Clan
2. Adhocracy
3. Hierarchy

4. Market

Employee Performance

2015; Mufioz-Pascual & Galende, 2017)

Corporate Culture
(Y2)

(Cameron & Quinn 1999; Tharp
2009; Salimi & Aveh, 2016; Krasnicka
etal., 2018, Kim & Chang, 2019;
Rohim & Budhiasa, 2019)
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there is a significant difference in the age characteristics.
Because indeed from the work side, in this program
requires a higher level of creativity and innovation,
both aspects are needed in the development of new
products. Where young employees are known to have
a higher level of creativity and innovation, so they are
more interested in joining this program.

Based on the length of time the respondent worked,
there was a significant difference in the characteristics
of the length of work where the age of the beginner
level (working period less than 5 years) was more
dominant in this program. Because according to the
age characteristics which are dominated by employees
with less than 30 years of age, so the majority of these
employees are novice employees (working period of
less than 5 years).

Furthermore, based on the last indicator of respondents
in this study is that bachelor (S1) with a percentage of
81.8 percent and master (S2) with a percentage of 18.2
percent, meaning that bachelor (S1) dominate more
employees in this program. This is because the average
employee who enters this program is categorized as
a novice employee who has not yet advanced to the
master (S2) program.

(Y1)

(Bernardin & Russell 1993; Fu et al.,

1. Quality

2. Quantity

3. Timeless

4. Cost-effectiveness

5. Need for supervision
6. Interpersonal impact

Managerial
Implications

SEM PLS
Analysis

Figure 1. Research framework
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Analysis Conditions Talent Management

From Figure 2 can show the condition of each
research variable. For talent management variables,
there are three indicators with the highest mean value
(close to 5) and have a loading factor > 0.5 including
opportunities for personal growth & professional,
personal responsibility and Innovation & creativity.
Because in this program, employees are given the
freedom to develop or improve their abilities according
to their needs, such as requesting training, certification
or mentoring with experts. Personal responsibility or
related to increased personal responsibility also has
a high value, because in this program employees are
given their responsibilities independently, starting
from product development, budget management to
marketing of the products produced. The highest value
is in the aspects of innovation & creativity, because
in this program employees are given the freedom to
innovate and exert creativity in product development
in providing solutions to the market.

Analysis Conditions Employee Performance

From Figure 3 can show the employee performance
variables, there are three indicators with the highest
mean value (close to 5) and have a loading factor >
0.5, including ideas in decision making, employee
engagement with the company and maximizing existing

#21 - Objective
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technology. Regarding ideas in decision making, where
in this program employees are given flexibility in
making decisions, starting from finding ideas, planning
product development, until product marketing. The
indicators of employee engagement with the company
are considered good because indirectly the products
or services developed as a team will make a direct
contribution to the company, especially in increasing
revenue and business process efficiency. Furthermore,
for indicators of maximizing existing technology, in
general this program contains employees with young
backgrounds so that they can easily take advantage of
existing technology to support their performance.

Analysis Conditions Corporate Culture

From Figure 4 can show the corporate culture variables
can be grouped in three indicators with the highest mean
(close to value 5) and have a loading factor value > 0.5,
namely discretion, dynamism, and flexibility which are
categorized as adhocracy, where this type of culture is
oriented to a very dynamic work environment, creative,
innovative and risk-taking. This is in accordance with
the environmental conditions of the internal corporate
start-up program where this program encourages
innovation, creativity and dynamic interaction, and is
also supported by the composition of the majority of
employees who are young.

measure of

performance
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Analysis of Relationships Between Variables

Hypothesis testing based on path coefficients is done
to see the relationship between research variables. Path
coefficients are coefficients that indicate a significant
level in hypothesis testing. The following are the
hypotheses in this study are talent management is
positively and significantly related to corporate culture.
Talent management is also positively and significantly
related to employee performance. Corporate culture
is positively and significantly related to employee
performance. The last, corporate culture as a
variable mediating talent management on employee
performance.

The hypothesis is accepted if it has a t-statistic value
>1.96 and a significance level of p-value <0.05 (5%).
Below is presented a table of path coefficient results
to answer the hypotheses proposed in this study. For
complete test results are presented in Table 1 Path
coefficient results. Hypothesis testing is done to answer
the research objectives, to answer the hypothesis carried
out bootstrapping techniques that are shown in the path
coefficient results Table 1.

Talent management is positively and significantly
related to corporate culture.

Based on the results of the path coefficient the t-statistic
value for the relationship between talent management
and corporate culture was 4,891 and p-value <0.05 (5%).
This can be interpreted as rejecting HO , meaning that
talent management has a significant effect. The results
are consistent with the the research (Stans, 2012; Kim
and Chang, 2019) which says that the development
of good talent management will influence corporate
culture in an organization.

Table 1. Path coefficient results
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Talent management is positively and significantly
related to employee performance.

Based on the results of the t-statistic value for the
relationship between talent management and employee
performance was 0.619 and p-value >0.05 (5%), this
can be interpreted as accepting HO,. Therefore there
is no significant effect between talent management on
employee performance. These results indicate that the
development of talent management still needs to be
improved. This is consistent with Wahyuni’s research
(2019) which says that when talent management in a
company still has obstacles, employee performance
is not significantly influenced. In contrast to previous
studies conducted by Mutiara et al. (2019) which states
that talent management has a significant positive impact
on employee performance variables.

Corporate culture is positively and significantly related
to employee performance.

The t-statistic value for the relationship between
corporate culture and employee performance was 5,350
and p-value <0.05 (5%), so this can be interpreted
that reject HO,. Meaning that corporate culture has a
significant effect on improving employee performance
on talent management programs. The results of this
study indicate that corporate culture has a significant
and positive effect on employee performance. This is
supported by research (Alharbi and Alyahya, 2013;
Salimi and Aveh, 2016; Syafei at al. 2016; Kras$nicka et
al. 2018) saying that a strong culture of the organization
will help in increasing performance levels.

Latent Variable Original T Statistics P Values Annotation
Sample (O) (JO/STDEV])

X - Talent Management — Y2 - Corporate Culture 0.566 4.891%) 0.000%) Reject HO1/
Significant

X - Talent Management — Y1 - Employee Performance 0.112 0.619 0.539 Accept HO2/

Not Significant

Y2 - Corporate Culture — Y1 - Employee Performance 0.743 5.350%) 0.000*) Reject HO3/
Significant

X - Talent Management — Y2 - Corporate Culture — Y1 - 0.421 4.055%) 0.000%) Reject HO4/

Employee Performance Significant

*) t-statistic value >1.96 and p-value <0.05 (5%)
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Corporate culture as a variable mediating talent
management on employee performance.

Based on the results of the path coefficient especially
from indirect effects data, the t-statistic value for the
relationship between talent management and employee
performance through corporate culture is 4,055 and
p-value <0.05 (5%), so this can be interpreted that
reject HO,.

These results are supported by the results testing of
talent management significantly influencing corporate
culture and the results testing of corporate culture
have a significant effect on employee performance.
But the results testing of talent management did not
significantly influence employee performance. These
results are included in the type of perfect mediation
(Preacher & Hayes, 2008). Perfect mediation means
that the independent variable cannot significantly
influence the dependent variable without going through
mediation variables.

This research is supported by (Meng et al. 2016;
Srihandayani and Kusnendi, 2020) saying that
organizational culture can encourage the implementation
of talent management that results in an increase in
employee performance of a company or organization.

Managerial Implications

Talent management was increasingly recognized after
the publication of The War for Talent by Chambers
et al. (1998). Based on the results of the researchers’
review that talent is scarce, therefore, only a handful
of talented employees (Meyers, 2016; Meyers and van
Woerkom, 2014), others argue that all employees have
some special talents that can contribute to success in an
organization or company (Cappelli and Keller, 2014;
Gallardo-Gallardo et al. 2013; Meyers, 2016).

Human capital makes a difference in competitiveness
and organizational success, the practice of human
resources (HR) on employee performance has attracted
much attention in the human resource management
literature (Van De Voorde and Beijer, 2015). In this
case, the proposed mediation model tells us that in
order to achieve performance improvements, it requires
the bonding of corporate culture from employees.
Increased employee performance is likely to occur from
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the encouragement of corporate culture as a mediating
factor, to achieve the goal of implementing talent
management strategies. Perfect mediation type exists in
this research model (Preacher & Hayes, 2008), perfect
mediation means that talent management variables
cannot significantly influence employee performance
variables without going through corporate culture
mediation variables.

Based on the results of research that has been done,
several priority factors are in line with the principles of
talent management included in the development of HR
(human resources), where talent management focuses
on developing talent that has potential and competitive
advantage that can advance the organization or company
(Meyers , 2016; Meyers and van Woerkom, 2014).

Based on the research data, it can be concluded that
to monitor the performance of employees requires the
development of a performance management system,
this system will function to monitor the development
of the performance of the talents of the talents. The
system should be able to monitor various aspects such
as HR aspects, service business development aspects
and budget use aspects. So that this system can be the
initial foundation in the process of monitoring and
evaluating each talent in this program (Jain, 2016). The
development of the system can be done in stages based
on the needs and results of validation with a variety
of stakeholders such as employee representatives of
program participants, management representatives, as
well as representatives of program managers.

Furthermore, in relation to the application of corporate
culture and performance talent
management requires the implementation of personal
assessment. The implementation of personal assessment
is the best mechanism in recognizing the potential and

improvement,

constraints of each talent. This assessment process also
cannot produce an instant or short-term improvement,
because with a good assertion process, it will be found
a suitable development path for each individual. So
that in the long run, each individual can be mapped
in detail in their development. Where this can also be
harmonized with a performance monitoring system that
has been built before. The personal assessment process
can enrich the data in the performance management
system.
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CONCLUSIONS AND SUGGESTIONS
Conclusions

The company initiated talent management program which
is an internal corporate innovation program aimed at
capturing and accelerating innovation from employees.
The results of research where talent management has
a significant influence on corporate culture so it can
be concluded that the development of good talent
management can support the creation of corporate
culture implementation. Talent management does not
significantly influence employee performance. This can
occur because according to the assessment of respondents
there are still obstacles from the implementation of talent
management so that employee performance has not been
able to improve properly. For corporate culture, it can be
stated that it has a significant direct effect on employee
performance. Corporate culture also acts as a mediating
variable between talent management and employee
performance. This means the culture of the company
or organization can encourage the implementation of
talent management that results in improved employee
performance of a company or organization.

Suggestions

Suggestions that can be given and are expected to be
useful for this company, especially is needed is the
development of an appropriate talent management
strategy because based on the results of research the
influence of the existing talent management strategy has
not maximally affected the improvement of employee
performance. Managerial implementations that can
be carried out such as the creation of a performance
management system and the implementation of personal
assessment.

From the research that has been done, it will be more
interesting if the research is complemented in the future
with other case studies from other sectors, because in this
study the background is from the telecommunications
sector where the company has a business focus there.
However, some insights have been made in this study
in answering some hypotheses that we hope can be
supported by other researchers. In addition, more
research is needed with mediating variables other than
corporate culture that allow it to better understand
employee performance improvement in relation to talent
management, such as employee engagement, employee
retention or employee satisfaction.
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